Drawing on empowerment literature and intrinsic motivation, this study examines the relationship of empowering leadership and employee outcomes (service performance and organizational citizenship behavior; OCB), along with mediating role of employee engagement. Based upon data of 970 officer level employees working in banking industry of Pakistan, hierarchical regression results demonstrated that empowering leadership behavior is positively related to employee service performance and OCB. Further, the results also reveal employee engagement partially mediated the relationships between empowering leadership and employee behavioral outcomes.
Introduction
Since decades, leaders' behavior has been considered one of the key contributor of organizational effectiveness through influence on employees' behavior at the workplaces. Traditional leadership theories and models have their roots in bureaucratic framework with a top-bottom control. However, new concepts in organizational sciences like teams, flatter organizational structures with more participation expected from employees require the leaders to empower their subordinates rather than directing them (Arnold, Arad, Rhoades & Drasgow, 2000) . Furthermore, Avolio, Zhu, Koh and Bhatia, (2004) provided many evidences of positive association between empowerment and employees outcomes.
In this regard, empowering leadership has been considered as a type of behavior that leader demonstrates (Arnold et al., 2000) by providing essential support to followers in the form of mentorship, motivation and encouragement, emotional support and information sharing. Resultantly, employees have a sense of meaningfulness and efficacy to carry out the job activities in self-managed way. Studies on empowering leadership and employees outcomes relationship, mainly, focus on employees' general job related outcomes like task performance, job performance and so on (Arnold et al., 2000; Ahearne et al., 2005) ignoring specific behaviors and discretionary behaviors. Moreover, researchers have reported inconsistent results in the case of leadership and employee outcomes linkage (Boles, McKee, & McMurrian, 1997; Hao, He & Long 2018; Netemeyer, Seibert, Wang & Courtright, 2011) . This scientific investigation will add to literature by considering service performance behavior and OCB as employee outcomes, less focused, while investigating the relationship of leaders' empowerment behavior and employee outcomes. Both aforementioned employee outcomes are considered vital for service quality (e.g. Riaz & Mahmood, 2017; Subramony & Pugh, 2015) and organizational effectiveness (Podsakoff et al., 2000) respectively ultimately lead towards competitive advantage.
Further, researchers focus the intermediary processes, which explain the linkage between leader's empowering behavior and employee outcomes (Kim, Beehr & Prewett, 2018) . Researchers have made several attempts to explain intermediary mechanisms by using different theoretical perspectives such as psychological empowerment (Zhang & Bartol, 2010; Raub & Robert, 2010; Amundsen & Martinsen, 2015) and self-efficacy (Ahearne et al., 2005; Li, He, Yam, & Long, 2015) . Adding to this effort, based upon social exchange and intrinsic motivation theory, this study proposes and empirically testing employee engagement taking it as mediator for the relationship among the employees' perceptions of their leader's empowering behavior and subsequent employee related outcomes. In this way, this study will add to literature by providing another explanation regarding the mediating processes linking empowering behavior of the leaders and their followers' workplace related outcomes.
Therefore, this study is conducted with the aims of investigating (i) the linkage between empowering behavior of the leaders and employee outcomes (service performance and OCB) and (ii) employee engagement considered as mediator among leader' empowering behavior and employees' related job outcomes. This study will, thus contribute, by studying the linkage between empowering behavior of leader, employee engagement and employee outcomes (service performance and OCB).
Literature Review
The empowering leadership as one of the influential style of leadership based upon motivating employees through empowering them, which is likely to be pertinent to job-related behaviors of employees as stated by Arnold et al., (2000) and Ahearne, et al., (2005) . Various researchers have reported favorable relationship of employees' perceptions of their leaders' empowering behavior with different employee related outcomes such as task performance (Ahearne et al., 2005) and creativity (Zhang & Bartol, 2010) , turnover intentions and affective commitment (Chen et al., 2011) . The empowering leadership primarily emphases on the meaningfulness and significance of task, showing confidence in subordinates by giving them autonomy in order to get maximum outcomes (Ahearne et al., 2005) . The existing research study proposes that managers' empowering behavior has favorable impact on employee outcomes (service performance and OCB). Service performance is employees' behavior towards customers while serving those (Liao et al., 2009) . Customer contact employees are considered as "face" of the organization because their behavior while serving employees causes long lasting impact on customers (Bettencourt et al. 2001) . Such behavior results in superior service quality and translated into favorable customer outcomes like customer satisfaction and loyalty (Riaz & Mahmood, 2017; Subramony & Pugh, 2015) .
This study claims, when employees' feel that their supervisor empowers them by exhibiting empowering leadership behavior, they reciprocate in form of superior service performance and engaging themselves in discretionary behaviors more frequently (Bettencourt & Brown, 1997) . Therefore, leaders' empowering behavior enhances employees' perceptions of efficacy, motivation, trust and leader's confidence in them to engage in behaviors beneficial for organization especially superior service performance and discretionary behaviors at work (Auh, Menguc, & Jung, 2014) . Based upon empowerment literature, it may be argued that when a leader is engaged and inclined to empowering subordinates, he/ she tries to add more autonomy of decision making through creating meanings to subordinates' jobs. Upon receipt of such enriching experiences, they will be involved more in the behaviors associated with servicing customers. Extant literature on empowering leadership and employee outcomes indicated that researchers made attempts to investigate this relationship. For instance, Sharma and Kirkman, (2015) investigated the relationship of empowering behavior of leaders with followers' job performance and reported that these constructs were related positively. Likewise, Zhang and Bartol (2010) in their research study reported that leaders' empowering behavior and creativity of the subordinates were positively related to each other. Moreover, recently, Wang, Demerouti, and Le-Blanc, (2017) empirically found a positive and significant association between managers' engagement in empowering behavior and their subsequent task performance. Thus, based upon this discussion, this study proposes the following relationship for empirical analysis: H1: Empowering leadership and employee service performance are positively related to each other.
Further, based upon empowerment theory, this study also proposes that employees' perceptions of empowering behavior of their leaders increase their involvement in discretionary behaviors which are considered as cause of competitive advantage for organizations. This present research study maintains that the engagement of managers' into empowering behavior creates organizational environment in which employees demonstrate prosocial behavior more frequently. The term "organizational citizenship behavior (OCB)" was firstly introduced and explained in literature by Organ in 1980 which was refined and strengthened with the passage of time. As discussed by Organ (2006) in his research study, organizational citizenship behavior delimits as "individual behavior that is discretionary, and is not directly or explicitly recognized by the formal reward system, and, in the aggregate, promotes the efficient and effective functioning of the organization." Moreover, Ma, Qu and Wilson (2016) stated that the discretionary behaviors increased organizational effectiveness and efficiency by promoting employees discretionary behaviors at work which ultimately led towards favorable customer-related outcomes.
Although researchers have investigated the linkage between the empowering behavior of the managers and their employees' job performance (Arnold et al., 2000; Ahearne et al., 2005; Zhang & Bartol, 2010) , limited scientific investigations have been focused on studying the influence of empowering behavior of the managers on discretionary behaviors of their follower employees (Park 2016) . Podsakoff et al. (2000) also argued that social exchange could be used to understand the relationship between leaders' support and empowerment and employees OCB. Recently, Park (2016) concluded that empowering leadership had positive association with the OCB among the employees of social welfare organization operating in Korea. Based upon the discussion, this study hypothesizes that employees' perceptions of leader's empowering behavior positively influence their subsequent citizenship behavior. Thus, following hypothesis has been developed for empirical investigation: H2: Empowering leadership and organizational citizenship behavior (OCB) are positively related to each other.
Further, this study also claims that employee engagement is the intermediary mechanism which can explain empowering behavior of the leaders and employee outcomes linkage (service performance and OCB). This study explains and carried out on the conceptualization of employee engagement by Khan (1990 Khan ( , 1992 as being the most comprehensive, and agreed to by the researchers in the area of organizational studies (Rich et al. 2010; Christian et al., 2011) . According to Khan (1990) , employee engagement exhibits "the simultaneous employment and expression of a person's 'preferred self' in task behaviors that promote connections to work and to others, personal presence (physical, cognitive, and emotional), and active, full performances".
Leaders' behavior has a critical role in enhancing employees' engagement (Zhu et al., 2009; Tuckey et al., 2012; Mohammed et al., 2013) . Therefore, it could be argued that leaders' empowering behavior increases the engagement of the workforce by taking the ownership of their jobs and resultantly exerting more energy while fulfilling their job responsibilities. Such empowering behavior of leaders motivates the followers to understand meaningfulness of their work and raise their high energy level. As a result, employee engagement emerges due to high motivation and energies along with strong identification of followers' affiliation with their work that they perform at workplace . In addition to this, Khan (1990) argued that employees remain more engaged in their workplaces when they clearly know and identify their work boundaries distinctively. Similarly, feelings of engagement increase when leader shows empowering behavior by recognizing followers' self-worth and work roles through information sharing (Ford and Fottler, 1995) . Similarly, Tuckey et al., (2012) reported that empowering behavior of the leader in fire brigade organization increased the engagement level of their employees. Similarly, Bakar (2013) also concluded that empowerment leadership affected the engagement level of their subordinates through showing concerns towards employees' work and personal needs. Moreover, Saks and Gruman (2014) argued that empowerment behavior of leader's effects employee engagement towards work, group/ teams and organization through the psychological conditions and job demands and resources. Finally, recently, Park, et al., (2017) also concluded that empowerment leadership behavior of managers enhanced the engagement level of the followers along with their psychological well-being.
Further, Kahn (1992) argued that employees' engagement leads to favorable employee outcomes (task performance, satisfaction, commitment and so on) which, subsequently, influences organizational outcomes (productivity, growth, profitability and efficiency). There could be many explanations for the existing relationship between employees' engagement and favorable employee outcomes. The simplest is the feeling of engagement as a result of positive state of mind and work related experience Sonnentag, 2003) which leads to better health and increased performance (Sonnentag, 2003) . argued that employees who were more engaged at workplace exhibited greater commitment with their employers and their involvement in discretionary behaviors more frequently. Next, according to social exchange, when the employer and employees, both, follow the social exchange, it results in more trustworthy and loyal relations (Cropanzano & Mitchell, 2005) . Consequently, the employees, more engaged in their workplaces, exhibit more favorable behaviors towards the customers and also involved more frequently in discretionary behaviors. Thus, based upon above arguments and discussion, following hypotheses are developed for empirical testing:
H3: Employee engagement acts as mediating factor between the association of empowering leadership and service performance.
H4: Employee engagement also acts as mediating factor between the relationship of empowering leadership and organizational citizenship behavior (OCB).
Figure 1: Conceptual Framework

Methodology Population, Sample and Procedure
For this research, data were collected from 970 (74.6%) officer grade employees working in commercial banks operating in Pakistan. Main cities of all the four provinces (Karachi, Hyderabad, Multan, Faisalabad, Lahore, Rawalpindi, Islamabad, Quetta, Peshawar and Abbottabad) were selected which constituted almost 70% of the total banking sector operating in Pakistan. Data was gathered through self-administered questionnaires for this study. In terms of gender, 737 (75.98%) of the employees were male and remaining 233 (24.02%) were female. Out of 970 employees, 82 (8.45%) belonged to the age group of up to 24 years, 513 (52.87) belonged to 25-34 years category, 322 were between 35-44 years of age group and the remaining 53 (5.46%) were the employees who belonged to 45 years and above. Further, in terms of salary range, 337 (34.74%) earned upto 30,000 PKR, 274 (28.24%) had salary ranging from 30,001 -50,000 PKR, 82 (8.45%) belonged to salary range of 50,001 to 70,000 PKR, 75 (7.73%) were those who were earning between 100,001 -150,000 PKR and remaining 12 (1.23%) earned above 150,000 PKR. Next, with reference to education, 229 (23.60%) employees had a bachelor's degree (14 years of education) or below, 698 (71.95%) had 16 years of education and remaining 43 (4.43%) had 18 years of education and above. Out of 970 employees, 834 (85.97%) employees were permanent employees, 95 (9.79%) were contractual employees and remaining 41 (4.33%) had third party employment. Finally, in terms of employment tenure, 183 (18.87%) employees had a total of up to two years of experience, 384 (39.59%) were those who had 03 -07 years of tenure with their current employer, 304 (31.34%) belonged to 8 -13 years of experience category and remaining 99 (10.21%) employees were those who had spent14 years or above with their current employer.
Measurement Instruments
This study adopted measurement scales used for the previous published studies to address the validity issues of measuring scale for this study. 5 point Likert scale being the renowned method ranging from 5 denotes as "completely agree" to 1 denotes as "completely disagree" was used to record the responses on the variables of study. The appended section describes about detail of each measurement scale used in this study.
Empowering Leadership
Leader's empowerment behavior was gauged using 12-items scale adopted by research study done by Ahearne, et al. (2005) . Items of scale include "My manager helps me to understand how my job fits into the bigger picture". The reliability result of this scale for current study was 78.
Employee Engagement
To measure the employee engagement level of respondents who participated in the current research study, 18-items scale developed and empirically tested by Rich et al., (2010) was adopted to get responses from the banking sector employees accordingly. Sample item for this construct includes "I work with intensity on my job". The reliability of this adopted scale for current research study was .93.
Service Performance
To gauge service performance behavior of the employees, a 7-item scale was taken from Liao and Chuang (2004) . For this variable, sample item was like: "I am friendly and helpful to customers". The reliability result of this scale for current study was .88.
Organizational Citizenship Behavior (OCB)
A 24-items scale developed by Podsakoff et al. (1990) was used to gauge the citizenship behavior of the employees having sample statement like: "I help others who have heavy workloads". The reliability of aforesaid scale observed 0.83.
Control Variables
This study used age, gender and job tenure of the employees as control variables as suggested in previous studies (e.g. Kim, Beehr & Prewett, 2018) . The effects of these variables were controlled in analysis to eliminate any biasness in the results caused by these variables.
Data Analysis and Results
In this research study, descriptive statistics applied to present the values of mean and standard deviation of the variables. Cronbach's Alpha was used to ensure reliability of the key constructs used in this study along with correlation among study variables. In the end, hierarchical regression applied to test the proposed relationships among the variables of the study. Table 1 represents the results of descriptive statistics, reliability analysis and the correlations among the constructs of the study. It has observed that mean age of the participating banking sector employees was 32.50 years, whereas, their average job tenure of service with current employer was 3.75 years. All the reliability results were well above the cutoff value i.e. 0.70 (Nunnally, 1978) representing that there is no issue of reliability in this study. In the last, all the correlation analysis values among the key variables of the study were found to be significant at one percent significance level. 
Descriptive Statistics, Reliability and Correlation Analysis
Hypotheses Testing
The current research study hypothesizes that leader's empowering behavior is positively related to service performance (H1) and OCB (H2) of the employees. In addition to this, this study also proposes that employee engagement acts as mediating mechanism for the relationship between empowering leadership and service performance (H3). In the last, this study also postulates that the relationship between empowerment behavior of the leaders and OCB is mediated by employee engagement (H4). Model 1 for service performance in Table 2 represents that empowering leadership has significant positive relationship (β = .41, p < .01) with service performance of banking employees which substantiates the first hypothesis of the study. The results reported in Table 2 indicate that one unit increase in empowering behavior of the manager would increase .41 units increase in service performance behaviors of the employees. Next, the results reported in Model 1 for OCB given in Table 2 , indicate that empowering behavior of leaders has significant positive relationship (β = .37, p < .01) with the organizational citizenship behavior of the employees. These findings demonstrate that one unit increase in empowering behavior of leader would increase 0.37 units of OCB. Furthermore, the study proposes that employee engagement mediates the association of empowering leadership with service performance (H3) and OCB (H4). To test proposed mediating relationships of the study, we used the process prescribed by baron and kenny (1986) . According to them, in first step, the predictor (empowering leadership) must be significantly related to the dependent variable (service performance and OCB). Secondly, independent variable (empowering leadership) should be related to mediator (employee engagement). Next in the third step, the mediator (employee engagement), should be significantly related to outcome variables (service performance and OCB). In last step, upon adding independent variable (empowering leadership) and mediator (employee engagement) simultaneously, in the regression equation, either effects of independent variable (empowering leadership) become insignificant indicating full mediation or there is decrease in effects of independent variable, but, however, remain significant known as partial mediation. First, investigating mediation of employee engagement for empowering leadership and service performance linkage, the results of H1 of the study as indicated in Model 1 of Table 2 indicated that empowering leadership was significantly related to service performance of the employees (fulfilled the first condition of mediation analysis). Next, for step 2, results of Model 2 in Table 2 reflected that empowering leadership was positively related (β = .39, p < .01) to employee engagement, the mediator, of the employees. For fulfilling the 3 rd condition of mediation analysis, the study also found that employee engagement was positively related (β = .56, p < .01) to service performance of the employees (Model 3, Table 2 ). In the last step (Model 4 in Table 2 ), when both the empowering leadership and employee engagement both simultaneously entered into regression, the effects of empowering leadership reduced (from β = .41 to β = .23) but remained significant indicating partial mediation. Collectively, these findings empirically supported H3 of the study and indicated that employee engagement acted as mediating mechanism to explain the relationship pf empowerment behavior of manager and employee service performance.
Lastly, for investigating mediation of employee engagement regarding empowering leadership and OCB relationship, the results of H2 already indicated that empowering leadership was significantly related to OCB of the employees (fulfilled the first condition of mediation analysis). Next, for step 2, results of Model 2 in Table 2 reflected that empowering leadership was positively related (β = .39, p < .01) to employee engagement, the mediator, of the employees. For fulfilling the 3 rd condition of mediation analysis, the study also found that employee engagement was positively related (β = .55, p < .01) to OCB (Model 3, Table 2 ). In the last step (Model 4 in Table 2 ), when both the empowering leadership and employee engagement were simultaneously entered into regression, the effects of empowering leadership reduced (from β = .39 to β = .18) but remained significant indicating partial mediation. Collectively, these findings provided empirical support to the H4 of the study and indicated that employee engagement mediated the relationship between empowerment behavior of leaders and OCB.
Discussion about Results
The aim of this study was to investigate empowering leadership behavior and employee outcomes (service performance and organizational citizenship behavior; OCB) relationship. Further, this study also proposes that employee engagement mediate the relationship between empowering leadership and employee outcomes. Findings of the study revealed that empowering leadership behavior positively influenced the service performance behavior of the employees working in the banking industry. Employees' service related behavior was considered vital for favorable customer outcomes through superior service quality (Riaz & Mahmood, 2017; Subramony & Pugh, 2015) . These findings provided additional empirical support to the studies concluded that empowerment behavior of the leader influenced employees' task performance related behaviors in their workplaces (e.g. Arnold et al., 2000; Ahearne, et al., 2005; Wang et al., 2017) . In addition to this, the study results also proposed that empowering leadership positively influenced the discretionary behavior of employees. Study results confirmed the fact that perceptions of empowering leadership behavior of managers also encourage employees to engage in the behaviors, which are beyond their job description, but caused much favorable impact on organizational effectiveness. Overall, these results indicate that managers' behavior of empowering subordinates influence them favorably by improving their behavior while servicing customers and also engaging in discretionary behaviors more frequently which is eventually, vital to achieve competitive advantage (e.g. Podsakoff et al., 2000) .
Moreover, based upon the recommendations of the researchers to investigate the mediating mechanisms for ascertaining the linkage between empowering behavior of leaders and employee outcomes, this study also proposes employee engagement as a medium to explain the linkage between empowerment leadership of the manager and the employee outcomes (service performance and OCB). Findings of the study demonstrated that employee engagement partially mediated the linkages of empowering leadership with (i) service performance and (ii) OCB. These results of the study are consistent with the arguments of the researchers that employees remain more engaged as a result of leaders' empowering behavior which ultimately leads towards favorable employee outcomes (Park, et al., 2017) , service performance and OCB in case of this study. However, the findings of the study are different from the afore-mentioned study in way that this study has considered specific service behavior of the employees and OCB.
The findings of the study have been added to literature about empowering leadership behavior and its effects on employee outcomes in many ways. For instance, the study proposed and empirically tested the linkage between empowering behavior of managers and employee outcomes (service performance and OCB) along with the employee engagement as mediating mechanism to explain these direct relationships. Based upon data collected from 970 officer ranked employees working in the banking industry of Pakistan, the study concluded that empowering behavior of the managers positively influence service performance and OCB of employees. Further, the findings also concluded that employee engagement was a mean through which the effects of empowering leadership behavior were being transmitted to employee outcomes.
Implications of the study
The findings of the study involve several implications in the literature about the relationship of empowering behavior of the leader and the employee outcomes. First, the study considered service performance behavior and OCB of the employees while investigating empowerment leadership and employee outcome relationship. These employee outcomes are vitally important for competitive advantage for service organizations but less explored in the case of empowering leadership and employee outcomes relationship. In this way, this study also generated empirical evidence of positive relationship between leaders' empowering behavior and employee outcomes, whereas, previous researches explored mixed findings (Netemeyer et al., 1997; Seibert et al., 2011; Hao, et al., 2018) . This study also contributed to the debate regarding the mediating mechanisms between empowering leadership and employee outcomes (Kim, et al., 2018) by proposing and empirically testing the mediating role of employee engagement for the said relationship. Collectively, this study also contributed to the literature by proposing and empirically testing the relationship of empowering leadership, employee engagement, service performance and OCB.
Along with contributions for literature, this research also suggests many important suggestions for organizations and practitioners. First, managers, being leaders, could enhance the service performance and discretionary behaviors of the employees. Service performance behavior is considered critical for favorable customer-based outcomes through superior service delivery ((Riaz & Mahmood, 2017; Subramony & Pugh, 2015) , whereas OCBs play important role for organizational effectiveness and competitive advantage (Podsakoff et al., 2000) . Next, this study pointed out that leaders should focus on employee engagement through their empowering behavior to influence their subsequent behaviors (service performance and OCB). In other words, empowering behavior of the leaders intrinsically motivates through developing a sense of meaningfulness and empowerment through empowerment leadership to enhance the engagement level of the employees which leads to favorable behaviors of employees while serving customers, and more frequent discretionary behaviors. Last not the least, organizations should make efforts to inculcate the empowering behavior of the managers while leading employees through training and development and rewards.
Conclusion
This research was envisaged and undertaken with the objective of investigating the (i) association of empowering leadership with employee outcomes (service performance and OCB) and (ii) mediating role of employee engagement for the linkage between empowering leadership behavior and employee outcomes. Empirical findings of the study confirmed all direct and indirect relationships of the study. Findings of the study contributed to the literature of empowering leadership and its effects on employees by empirically testing the linkage of empowering leadership, employee engagement and employee outcomes. Specifically, the results indicated that empowering leadership behavior was directly related to employee outcome, and employee engagement mediated the direct association between managers' empowering behavior and employee outcomes.
Limitations and Future Prospects for Research
Although this research embodies many benefits and implications for literature, and practitioners, like all other scientific investigations, this study also has some limitations, which could be considered, in the future studies for advancement of the research. First and most common limitation in the area of organizational studies that, in the current study, cross sectional design has been used which alerts the causal relationship among the study variables. Second, this study has empirically tested one mediating variable (i.e. employee engagement) to explain the relationship of empowering leadership and employee outcomes. Based upon different theoretical lens and perspectives, like empowerment and motivation paths to understand the effects of empowering leadership on employees, future researchers could explore more mediating processes to explain this relationship. Lastly, this study considered banking sector of Pakistan and, therefore, more future research efforts are needed in different cultural and industrial settings to validate and extend the findings of present study in different cultures and other industries.
